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Committee Roster

The personnel of this Panel varied considerably during the three
months in which the report was being written. Those whose names &are
1listed below contributed time and effort to the study. The amount
they were able to give varied considerably for many reasons such as
leave periods, office pressures, and details to other jobs,
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FREFACE

Although the last census reports 19 million working
women in thia country (an increase of 7 mlllion singe
1540), it bas not besn too meny years ago that employment
opportunitiea open to women wore limited to teashing or to
performing household sexvices. Durimg the 19th century,
employment oppoertunities were gradnally extended to
include glerical and some professional fields, It is only
recently that women have emtered any great wvariety of
occupational fields and there still remain scame occupations
vhere women are not employed in any signifisant number.

As compered with other employers, this Agency has
offered at least equivalent opportunities to csreer wamen,
It hes not, in common with other employsrs, taken full
~ advantage of the womanpower reosourges svalleble to i%,
The Fanel on Career Service for Women has viewed its task
a8 one of supplying amswers to the question: "What are
the career opportunities for women in the Central
Intelligence Agency?™

PHumanity must lsarn to ascept superiority not in
this growp or that one, in this sex or the other, but in
the person, no matter what his or her group membership,
and regardless of sex." <= Ashley Montagu
ﬂmﬁnunofumlwmrMMﬁ;fﬂmﬁmq»hmyatmngws

Director of Research for the Hew Jerssy Committes
of Mental Health and Physical Development)
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I, INTRODUCITON

Ry Ohigﬂgi%

n 31 July 1953, the Direstor of Central Imtelligence end the
Chairmen of ths CIA Caresr Service Board net with & group of women,
representative of professional wemen employed by the Central
Intelligerce Agensy. This group was invited to serve &3 & penel tp
repoet on the role of wemen in the Agsnoy®s Csreer Service Program.
in the three momthe since that time, the group has studied tho eur-
ront wtildpotion of women im ths Agenty as @ basis for suggesting
answers to the questions

What are the cereer opportunities for women in
the Contral Intelligenea Ageney?

B, _Approseh

The oooupaticonsl groups in the Agency were divided ime
"pmtesas.analf: Belsrical," and "intermediate,® The definition of
those groups was arrived at by mutuel sgresmemb of the Pams) membera
based on the judgment of individuals nost femilier with spocifie

positionn,

The "intermediate” group was established to cover theee posis
tions which were neither wholly professionsl nor primerily clericel.
A8 will be obuerved later, this group is an imporiont transitional
ares for olerically trainsd personnel who are enebled bogsuse of
thelr interest:s and capabilities to advenca to professional positions,

Within the broad groups of "professionel® and "elerieel *
catagorine of specialisstion have besn eatablished. “Admirdstrative
eupport,*® for axampls, has besen ussd to describe budgeb, supply, per=
sommel and general sdninistrative duties., Within the mere teclinicsll
Breus, ©.3., statistins, date hes been collegted separately for the
speeific erea. Each of the estegories used iz fzseribed in dotall
in the sgpurate reparts attached. ‘

The Committes on Professional Women in the Overd Comporanta hae
eonverned itself primarily with the amployment of women in the Offices
of the Deputy Director (Administratica), thoe Deputy Direotor (Intelli-
gonos), the Dirsotor of Training and the Assistant Director for
Communieations, The govart elements in these offices wers not con~
sidared in this Cormitee®s repors,

The Camittes on Professional Women in the covert cenponents,
originally esteblished to consider the enployment of women in oversses
arean, found it nocessary to extend its study to include those hesd-
quarters componemta having the preponderange of ovarssas emplayees.
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In the Comnittes’s anrlysis of the field situstion, both clerical and
piofessional personnel heve been considered; its analysis of the head-
querters situstion gives more emphasis to professional personnel.

. The Committes on Clerical Employees has reported primerily on the
ptilisation of women in clerical peositions in headquerters but has
also found it appropriate to hizhlight certaln problem sreas in
elerical employment common to men and wemen in these positions.

Tha Panel has considered not only whether women were baing
udilised and in what aveas of speclalization, but d so the levels of
responsibility which they achieved. The lack of uniformity in the
Agengy®s organizationsal structure has camplicated this last point.
The grade attached to a particuler position does, of course, signify

‘2 certain degras of responsibility and difficulty, but there ars vary-
ing degrees of prestire or status attached ¢o ergenizational titlas,
#hile recognizing that they are not in fagt comparable, the Panol hes
of neccassity assumed that such titles &s Division Chief and Prench
Chief represénted uniform orgenisationzl lsveis,

The Personnel Office was most cooperative and helpful in develop-
ing statistical data available from central personndl records. The
desision to &pply ma e flexible cefinitions of "professional™ arid
“glerical® did, howsever, limit the extent to which machine methods
could be applied and a substamtial part of the data compiled was
preparsd manuelly from a varlety of sources, Certain discrepancies
ere a natural result. The Panel considers that the minor inmecuracies
which may exist do not distort the picture presented.

IT. FINDINGS
A, Stagistical Findings
1

Womon Employees Compa

red with CIA Men Employees
(NOTEs A1l data as of 30 June 1953,)

8, Although the medisn grede for staff employees and staff
agents 1s GS-7, the median grade for women is GS=5 as comparad
with GS5«9 for men,

b, Only 19% of women employees, as compared witih 69% of
pEn employees, oscupy grades higher than the msdisn 057,

8. Although no woman employee is in a grade higher then
G-, 10% of the men employees arc in grads GS<15 and higher.

ds Although almost half (4,3%) of mon employees are in
g;g: :Smnoand higher, only 19% of women empleyees are in this
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2,

Personnel - Overt Components

(More. detailed findings ere contazined in Tab C from which
this sumavry is taken,)

8, Women ropresent 214 of approximately -employees 25X9
in professional positions and are utilized to some extamt in
17 of the 19 professionsl catogories, They represent less than
214 of the professionsl persomnnel in 12 of the categories,
howaver,

b. Womsn represent less than Z1% of the professional
amployees in 9 of the componments studied,

©¢: In a few fields of work, wamen hold grades above the
0S-12 levsl but no woman employee holds a grads higher than
GS<1ll, In all but one of the cccupational categories studied,
the highest grades held by women are one to four grades lowor
than the highsst grades held by men, '

d, In the components studled, the median grade for women
in profespional jobs 1s, on tha averags, three grades lower
than the median for mea. ‘

e, No women are employed in exscutive positions. Rela-
tively few occupy positions with line authority at the Branch
Chief lsvel and none occupy such positions higher then Branch
‘Chief,

£. Trends in employment during recent months indicate
that only e small percentage of women are being hired for
professionsl jobs. The median grade for women hired for
professional positions in a recent six-month period was (5-7
. while that for men was (S«9, ‘

3, Professionsl Personnel - Covert Campenents and Overseas
Field 4

‘(More detailed findings are reparted in Tab D from which
this summary is taken.) . N

&, Within the ocoupational rcategories studiesd;, the great-
est single group of persomnel is in “cperations." Grade
classifications in this category range from (S5 to GS-17 for
men and from (S=5 to 08«1l for women. The rumber and percent-
age of women in the opérations category, however, 1s compare-
tively small, and deoreases markedly from headquerters to the
field. Women ropresent 25% of the to vfessional per- 25X9
zgnng. ii operations in headquarters but 7% of thaﬁn . 25X9

e fie
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b, In the oategories of executive support and adminis-
trative support, which show the next grestest concsntrations
of strength after operations, representation of women is
proportionately even smaller.

¢ In the thres groupings under "analysis® (information
control, research, and reports), the total number of women
employed is greater than in any other profesgional groups.
Grade ranges in this category are approximately the same for
men and for women,

d. In headqarters, more men oscupy positions at GS-11
then any other grade, although the mode varies in different
orgsnisationsl componsnts from 08<9 to G5-14. In the field,
the largest concentration of men is at the G5<9 level, In
both headquarters and f£3eld, however, the largest concentra-
tion of women is at the GS=5 lewel, (Both professional and
clerical classificstions are considsred in this comparison.)

e. The preponderance of women in the covert componsnt.s
is in clerical positions with relatively few women surrently
utilized in professional wark, In professional fields, the
grade ratings of men are higher than those for women.

Lo Cleriecsl Personnel

(More detailed findings are reported in Teb E from which
this summary is taken.)

appromtol-mployus_ in the overt compo-

| ave clericsl employees and 86X of these are womens
31% of 8 in "intermediate® positions are womenj
ond 22% of professional persommel are women. In the
clerical group, there seems to be not so mmch a question of
utilization of women in clerical capacities as one of the
utiliszation of women in strictly clericel work compared with
tintermediats” and professionsl work,

Ry
nents,

(1) The majority of clerical positions may reasonsbly
serve as stepping stones to administrative assistant and
clerical supervisor positions., Though women represemt 86%
of the clerical employee group, they represent only 73% of
the administrative assistant-clerical supervisor group.

(2) In positions involving machine operations, women
represent 58% of the operator group but only 24% of the
supsrvisor-planner group.

(3) Comparing women in the "intermediate" group with
those in the same field of professionsl specizlisstion, it
is found that the proportion employed in professional
positions is generally lower than the proportion in profes-
sional assistant positions. Women in snalytical work
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represent 81% of the Passistant® group but only 23% of the
professional group. In editing and publishing, the rate
drope from 70% in the assistant group to 374 in the profes-
sional gicoup; and in sdministrative support, the rate
decreasse from 425 in the assistapr® group to 13% in the
yrofessional group.

(L} In only %we occupabional cabegerics, editing and
publishing and adninistrative support, is the lowest grads
hoid by men and women the ssme. In all other cases the
icwest grads held by men is ons to two grades higher than
the lowsst held by womsn.

{8) In only iwe fields of wyi, 1library and oditing
snd publishing, does the top grade for women equal or exceed
the top grade held by men. In all other £1lslds, the highesi
grade held by s woman esployes is ono to three grades lower
than the highest grade held by men employsees.

b, In the covert componerts, 888 of nployees in 25X9
slerical positions are women; of ntermadiate® posio 25X9
tions are weomen; and only 188 of ofessionel employees 25X9

Z0e Womstio

(1) In hesdquariers, 95% of clerical empigyees are
waan a8 compured with 828 in the intermediate group. In
#he £i01d, the rates are 92% as compared with 65%.

{(2) A comparisom of Massistant” with professional per-
gonnel in the gemeral category of adminietrative support
ghows & drop from 33 to 27% in the proportion of women in
headquarters and a drop from 25% to 128 in the field.

3. Obeervations
There is a variedy of attitudes and subjective judgments which
antars indo the finel decision of an offlcial responsible for the
selection of parsormal far initial eppointment or subsequent promo-
%ions snd resssignmenmts. It is reasonghle to assuwe that one or mors
of the traditions) srguments against the employmsnt of women is
1ikaly to influence sush declsions, consciously or wcongcionsly .
The extent of this influerce will vary, of courss, '

Listed below are scne of the more frequent traditional arguments
for limiting the employmernt and sdvancament of womén, The Panel has
sonsidered and commented vpon opiniona expresssd in the Agency as well
as somd generally heard outside goversment olrcles.

B
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a, "Women are not qualified to perform in thoese positions

which they do not now occupy.”

Comments Since there are some womsn in practically
every typse of poaition in the Agency, this argument from
the viewpoint of any one individual office seems question-
able., At least it wonld be necessary to ascertain whether
the aspeots of a speoific job make a women ili-fitted for
the position rather than the category of profession. It
is ressoneble to assums that there sre specific positions
requiring traits or specialised training which women sre
ulikely to possess,

b. "Homom won’t travel," and FMen are necsssary in Depsrt-

nontel jobs since thoy must be used as replacements for overscss
personnel.”

Comment: The Agency employs 2 fairly large number of
women 1n overssan positions at the pregent time, Some
women &re unsble and unwilling to travel. This is alao
truo of some men. However, if the Agency can utiliss any
personnel who are not dvailable for frequent travel, this
doesn&smavﬂﬁugmemwtmmmmmw
wOmsN 28 & roup-

6. "Jomen can’t work under the pressures of urgongy and

spacisl considerations imherent in much of the Agoncy’s work.®

Commants Woren employed in many Agency offices sre
eatuslly working under considersble prescures and appear no
nore affested by them than men sre. It was cartainly
evidentt during the wer and posiwar years that women wers
wiliing and able to work under pregsure.

Opinions expressed in business and industry as well es in
’l, E BERaT)

8. "omen are wiiesirable candidates for long-range

emplioyment begsuse they frequently intmupt or tazrminate their
omployment for marrlage or femlly reasons.”

Comments Aldhough the surrent trend in the general _
enployment picture reflects san incressing number of married
wonsn in the empioyed pepulation, it is true that the
employer cannot be sure that & women employee will not elesct
to resign upon maxrriage, or to devote more time to her
femily, or thal she will require a leave of ebsencs to have

o
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2 family. As long as our present soclety continues, vhis
is spt to be the casa, There is, howsver, no certainty
thet @ man will remain permsnsntly or even for a stated
mumber of years, The Comilttee believes, therefore, that
this problem can be met only by a mmiual understanding or
egracpent between career employees - be they men or women -

 and the Agency when the initial plamming is done. The con-
.wpt. in & cevesr service plan of oblipation to an agency 28
woll as benefits from the agency is besic %o all planning
without refmme to sex o:t the mdivs.dmla

' bo Filomen are more ewaional and. less objective in theilr
mpprmb to pro’blema “han men, They are not sufficiently

WB&W °

Commends These and other statements relative to per-

y iraits are toco generallzed to be dealt with in any
dﬁmlo Undoubtedly a survey of cses studios and personnel
evalustion reports, or a sempling of opinion emong mony
smployses would have to bs undertalen to oubstantiate this
opinion or its antithesis. Ewn th@ng it is doubtful if
the findings would be wvalid tmdax' &1l conditions., The
opinien expresoed 1s doubtless true as epplied ‘o aoms
women = end as applied to soms meR.

: 8. "Men diglike working under the mpﬁrﬂeion of women and
 are Foluctant to accept them on an oqnal bagis es professional
maociatesa

Commonts It is wobably affensive %o many men to £ind
& womar . occnpying positions supsrior or oven eguivalent Lo
theirs. Tt 1s also probable that many women prefer %o woxl
for mén. -In part, this preference comes from a traditionsl
attitude toward women which will be affe@t@ﬂ only through a
aiow evolution of soclologicel chmg% Part of the attitute
may sten from instances vhere a poor selection of & womsn
was mede and the error attx*ﬂ)umd +hen to the fact that she
. wes & woman. The Parwl hopes: that such an attituds will
C ot be. a@cep%d as a barrier to the uwtilization of women in
executive positions vhen they arée qualified for such posi-
tions. The selection of & men or & womsn for an exscutive
- positicn ghould include considsration of the candidate’s
supervisory abliities and probable anwp?.anm by suboxrdinate
employees.

- d, %The esonmmie responsibilitiss of man are not as great
as those of men, Womsn should not be empleyed in higher paying
positions snd deprive mem of these opportumities. Women ghould
not be amplcyed at all whon men ere in neaﬁ of GRPLOYMSIG. "

7=
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Commexbs This opinion is not offered as frequently &t
presant @8 it has been in the past when, incidentelly, 1t
‘had greeter merit., It sesms to have bacome generally
accepted that meny women are faced with the requirement of
supporting theuselvess of supporting, fully or partially,

nt relatives; or of comtributing to the support of
their own family. Assigmment or promotion on the besis ot
an individuel’s personal nsed is not jJustifisble in eny
employment progrem. The irmportant eonsideration should be
the ability of the individual to comtribute to the objectives

of the employer.

In addition to the subjective judgments which color decisions,
there are sursly other comsiderations of which the Pancl cannot be
aware - detailed job requirements, variations of similarly titled
poaitions, implications of requirements which do not appesr in wit-
ing, Hany fectors susceptible to statistical investigations wore
congidered for study and excluded because of the difficulty and
expense of developing the data, and, in scme cases, the lesk of eny
comparative data from ocutsids sourcss.

Howover, using the statistical data svailoble and relying on thoe
obaervations of its individval msmbers during their asgociation with
the Agensy, the Penel concluded that except for a few rather narTow
fields, career opportunities for women have been 1imited in the Agemey
in nesrly every professional area, The following pevagraphs highlight
those areas in which tho Pansl feols the Agency conld profitebly offex
greater opportunities Yo womsn career employesss -

2. In the professicnsl aress, both covert and overd, it
gppears thet the administrative suppord positicns, the positions
pertairing to analysis, and positions reguiring a capacity for
Jiaison work offer oppertunities for using snd advencing women
mere than ot prosaent is the case. ‘ ' ‘

2, Within the overt professional categories the Committee
felt that mere emphesis should be givea to selecting wmen Lo
axscutive and exeoutivs support positions and that atbention
should be given to the possibility of using women in Bome legal
pesitions, ‘

3, The committes reporting on opportumdties for profes-
alonal women in the covert poeitions recumended further explei-
tation of women in the aress of opsrations, treining, and
transietion, -

<B=
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III., RECOMMENDATIONS

A, Career Opportunities for Women

In order to increase career opportunities for women in the Agency
it is recommsnded:

1. That the DCI issue a policy statement to emsourage maxi-
mum utiligation of women in the Agency.

2. That the DDA establish a procedure for

&, The review of all formal and informal recrultment
requests which state that male applicants are desired, and

b, Corrective action when the pnfwénce is not Justi-~
find, .

- 3. That Agenay officisls bs encouraged to consider mors
women for positions in administrative support, anslysis, lisison,
training, legal work, operations, and translation.

Lo That mors epportunity be given to qualified women to
advance into positions of exscutive responeibility et all grads
levels,

S, That a full-time counseilor be assigned to the Imterim
Assigmment Branch in the Persomnel 0ffice.

6. v'l'hat speoial attention be given the clerical personnel
by the appointment of a qualified person in each mpjor camponert:
to deal _uit.h prob‘.l.cus of clerical persommsl.

7. That supervisars provide sontimuous orientation to
employees at the section or unit level, particulerly for the
eleriecal personnel.

8. That career cpportunities for clerical perionml be
‘explored end publicized and that a member of each carser service
boerd be designated to give special attention to carser plaming
for clerical persomnel,

9. That supervisory training be required for all superviscrs
tomds improvement of management and morale in the Agengy.

5=
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B. Career Opportunities for Men and Wemen

The Pa.nel recognizes that the following recoumendations affect
men as well as women, but as a résult of this study the members
have been impraasad with the need for action to take care of these
problems and so offer the following commonts and auggestions for
@onsideration by the Career Service Boards .

19 It is urged that the program already eatablmhed be
publicised and enforced zt whatever level necessary for find-
ing qualified and deserving candidates in the Agency before
conducting cutside recruitment.

2. The Panel suggests, too, that publicity bs given to
procedures to be followed whersby carserists, through traim-
ing, may ember or advance in a professional field.

3, There is need for thorough amd frequent briefings of
recruiters and a policy of camplete frankness toward recruits
regarding probabilities in their job.

lic The Panel became aware of the great nsed for devising
some mothod by which personnsl returalng to Headquarters
from overseas assignments may receive guidance for their
future careers.

C. Further Studies

There were some studies, unavailable at this time, which the
Panel felt wonld be necessary, both to give a complete picture of
gareers of women in this Agency and also to throw light on problem
arsae which exist here. The following studies were those the Panel
¢onsidered most importants

1. Qualifications vs, grades for men and women,
2, Time=in-grade for men and women,
3. Turn-over rates within certain categories,

Lo A sampling of clerical to professional advancement
within the Agency.

«10=
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CLA WOMEN EMPLOYERS COMPARED
WITH OTHER WOilEN

EMPLOYEE POPULATIONS
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STATISTICAL FIHDINGS

1, Women represent 39% of the staff employoe-stafl agent group
in CIA as compared with a representation of 25% in the Federal employee
group snd of 30% 4n the total U.S, employed population (1932 data).

2, The average grade of uomen employed im CTA is higher than that
for other women Federal employese (1947 date). (This fact ie not pare
ticularly surprising since the aversge grade fer CIA employees is highex
than for Federal agencies empleying proportionately larger rumburs of
clericsl and obher lower graded pergomel,)

3. Since the ontrante rate for GS=3 is $2950 per year, it is not
purticularly significant to note that & substanbisl proportion of CIA
vomen euployses have salariss crceeding $3000 per year as campsred with
the total U.S. population of exployed women, It is perdinent to note
that the salaries of women gencrally as compared with the salarles of
ren generally have lagged behird, oven whure both men and wamen are par=

forming the seme jobs.

e The attached charts offsr & sketchy pisture of the employment
of women in this Agency, in the Federal Coverment, snd in varicus A
specialized fields, The data vsed as a bagis for these comparisons
varied in date from 1953 (for CIA) to 1947 (for ths Federal Goverrment
as a whole); data conserning wemen in the civilian labor force were
dated from 1949 to 1952, Source meterials used were obtained from the
Women’s Bureau, Department of labor, and contained statistics gathered
from such sources as the Census Bureaw, the Civil Service Commission,
Bureau of Labor Statisties, various professional associations, selected
state industrisl rsperts, and cgency and departmsutal reports, In eddio
tion, occupatlionsl material on women was collected by a search of the
United Statos Govermment Manual., the Official Register of the United
Stetes, the Fedaral Statistical Diraectoxry, amd the Reglster of the
Department of State,
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women in Selscted Fields with Incomes Exceeding

$5000= Woment With Income in Fxeess of $2500%
(Based on Total Females in Bach Field)
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Averags Grede by Age Group of Women in CIA and Federsl Covarmments
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Wemen in Orade 6 or Aboves
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# Percentages basaed on female population
of Agency and Govermient
Stetisties Ussd: Fed. Gov't, Sept. 1947
CIA 3s of 30 June 1953

57 cia A a/ None
[V Federal Government b/ Less then .05%
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msmy |, e or | % Tewion dn Hotticer
Dept. Stores 68% 50% L%
Insurance 64% 204 24
Banking h6% 15% 14
Mamfacturing L5% lh% | L3
C.l.A. 39% 224 5%

1/ Used Crades 9 thru 1) as CIA "Higher Positions"

2/ Considering Orades 12 thvu 18 as Officers (CIA)

Area Survey used. herein was conducbed in the Chicago area,

the Boston-Hartford area, and the Philadelphia. (1949)
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COMPARISON OF AVERAGE GRADE Security Information
BY AGE GROUP

Averags MALE AND FEMALE GENERAL SCHEDULE (GS) PERSOMNEL Average

Grade 31 Dec. 1952 and 30 June 1953 Grade
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REPORT OF THE COMMITTER ON PROFESSIONAL
WOMEN IN 7HE OVERT OQFFICES

SECTION T. INTRODUCTION

A OQﬁetive

the Commities on Professional Women wes established to study the
wtilization sud caveer opportunities Tor woumen In the overt components
of the Agsncy which Include the Offices of the Depubty Divector (Admini~
stration), the Deguty Director {(Intelligence), the Director of Trainiog,
and the Assistent Dirsetor (Comwmications). The covert elements in
thege Offices axe not included in this Committes’s repori.

B. Definitions

1. Wae term "professionsl” includes all peracns on duby om or
sbout 1 Septesber 1953 who ave listed on the T/0 sa "Officers"
or who hold positions of equivalent stature such es enginecevs,
librarians . leboratory techniciang, ete. Consultants, militery
peracunel snd semi-professiopal personnel have not been included

in this report.

2. Frofesgional positions have been grouped into 20 categories for
the purpose of this study.  (See Exhibit 4 for definitions of these

categories. )

3. Date dresented are srrecged in tebles to show utilizetion and
arede levels (1) by category or field of work, and {2) by orgeni-
zetionol ecosponent. Grade studies are based on actual geedes held,
not on the 7/0 grade authorized. Pigures on medisn gredes and
recent recrultment trends sre besed on mechine listings furnished
by the OfTice of Personnel. All other tsbulstions were recorded
manuplly by committee mewbers. (Sce Exhibit B for tebulations by

office.

. Bummer

AR S S PN AT A

1. The stallstics presented in this report show that there are
nany types of profesaional positions in CIA vhich are f£illed by
women. Women hold posltions in ell the generel categorles out-
lined In this study with the exception of Legal and Fxecutive a2
and, in scme cases, have atiained the grade of GS-1h,

I

SECEET
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2. On the basls cof the above information one might sseume that
women have adequate opportunity to undertake and to progress in
& caveer in CIA. However, the statistiese show that:

{a) The percentage of women employed is much grester in some
fields then others,

{b) The grudes held by women are generally lower than the
grades held by men in the seme categories of jobs, and

{ec) Only & few women heve advanced to Jobe of exeeutive
responsibility at the Breunch Chief level.

- B .
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SECTION II. PFPINDINGS

Statigtical

1. GCeneral Utilizetion of Professicnal Women

e. In the overt offices women oecupy an average of 21% of all
professional positions which ere filled. Approximately Frsone
o

are employed in such positions)) (79%) of whom sye
{21%) are women. -( .

b. In the following fields women ere esployed in more than 21%
of the professionsl jobs:

Gate@ﬁ

Librery
Statistics

Medieal

Editing & Publishing
Analyeis (Info, Control)
Translation

Graophics

e. In the following fielda
of the professicnal jobs:

Categog

Analysis (Research)
Training Speclalization
Executive Support
Administrative Support
Operations

JOT Program

Analysis {Current Reports)
Technicel

ILiaison -
Communicetions Spec.
Executive
Legal
- 3 -
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4. Offices vwhich employ women in more then 21% of their
prefessional positions are the foilowings

Office 25X9

00D
AT

n/op/T

ORR

00

OrR

0/ICT & 16
081

(R

O/DD/A
Medical

e. Offices which employ women in nan 21% of thelr pro-

fessionnl positions:
25X9

Cefice

Audit
Personnsl
Camptroller
General Services
Logistieca
Communications
Securliy
General Counsel
0zc ’

2. Cradep end Tevels of Responsibility Atteined by Women

a. In & few fields women hold grades sbove the GS-12 lievel, but
Caly in the profegsionsl category of Stetistics have they advauced
to the gredes ztiained by nmen.

b. The following table shows the range of grades held by men
and women in each of the fields where women occupy more then 21%

of the professional joba.
- u -
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Grade

15 & ahove
1k
13
iz
11
10

-~ 0o\gG

h. Sumaary

a. Women occupy an averege of 21% of all professicoel positions,
and ave utilized to some degree in 17 of the 19 professional cate~
gories listed in this report. Women, however, occupy less then 21%
of the professional positions in 12 of the estsgories.

b. Eleven of the 20 offices studied have women working in more
then 21% of their professionsl jobs. The other nine offices have
placed them in less then 21% of their profeasional Jobs.

e. It has been posgible for women in some fields of work to
progress o the (8-l level. In all but one category, however, the
highest grades held by women are one to four grades lower than the
highest grades held by men.

d. In the offices etudied, the medien ‘grade for women in
rrofessional jobs iz, on the average, three grades lower than
the medisn for men. _

e. WVomen occupy relatively few positions with line authority
&t the Branch Chief lavel and none above the Branch Chief level.

£, Trends in employment during recent monthe indicate that
only & small percentage of women are being hired for professional
Jobs. The entrance grede for most of these women 1s GS-7.
- 7 -
SECRET
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B. Cereer Opportunities for Women

1. The number of women employed in the categories Library, Steiisz: .
Medical, Bditing and Publishing, Information Control Amalysis, Treosls
and Graphics indicetes that women have been gilven considerable carcer
opportunities in these fields.

2. While the Comaittes has not attempted to analyre fully the v
for women's limited opportunitles in certain other fields of employm .
some discuasion of the appsrent limitations in 12 categories is pressa.

balow:

1

fdministrative Support - Women are usually considered to be well su
for positione in this field. This has beén found to be true ir
both govermment apd industry. Therefors, it ies Jjustificdle 4o '

ponents of the ID/A vhere the majority of such positions ers
located. '

Executive and Executive Support - The lack of women in these
categories indicates that the Agenecy has not yet epcepted woren
for menagerial and policy-level positioms. It may be that oot
wmeny women in CIA ere sulficlently: qualirfied for suchk jobs in
the Agency. During the last several years, it is doubtful thet
meny vwomen were hired beeause of their potentiel execubive abil:
However, it is probable that, as the limitationsz or career OGS
tunities for women diminigh, more women will be considered espys:
of filling these positions. '

Anaiysis (Research) end Anziysie (Curvent Reports) - It is possible
- that the percentage of women in these fields is low because woyve
men have experience and bsekground in business and industry.
However, the fact that 172 women are employed in these fields
indicates thet additional opportunities eould develop for them
in the future. ‘

Traini__ng‘ - The percentage of women is low in this category becaune
of the many training positions in the specialized field of
communications for which few women ars technically trained.

-8 .
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Liaison ~ Meny of the Agency's liaison posiiions reguire conisein
st 8ll levels with other governgent deparitments. Only ouos

woman ig in this category in CIA. In detense of this facti.
Lhe sletemont hes been mede that "Women liasieon off'iesrs.
in general; could not desl as effectively as men with their
male counterpartes in other Agencies." However, since other
government departments have woumen employees who are perforsine
successfully in such positlons, it is very likely that CIA
also could find women who would be able to do ac.

Legal ~ Since there are now many women in the legel profegaion,
i% acems puseible that some capable women lawvers might he
employed in the Office of the Ganeral Counsel.

Commumicstions Specimlization, Technicel, and Operntions - Althous
men are more apt to be interested In end treined for position:
in these categories, the fact thaet & few womwen have proven Lo
be competent in such positions should open the field to a gror.
mmber of them.

JOT Progrem - The fact that few women are being selected for the
Junior Officer Trainee FProgram is no doubt due to the Aiffizu
exparienced in plaeing them in jobs with suffieient career
pogsibilities. Some Offices are reluctant to accept women ST
not only becsuse of the possible risk of losing them after o
lorg period of training and rotetion, but also for the tradiii:
reesons advsnced sgainst hiring women. :

.‘.9..
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SECTION IIT. RECOMMENDATIONS

-

increase opportunities for women in the Agency, it is recommeiiy

That the DCI issuve a policy statement to encourage maximum wt:i
of wcmen in the Agency.

That the DD/A establish a procedure for

1. the review of all formal snd informal reeyuliment requesis
whieh state that male applicante are desired, end

2. eorrective sction when the preference is not justified.
Thet the Persomnel Office, in the process of filling vacancion
be authorized to eeiablish a more positive program for findii:

quelified and deserving cemdidates in the Agency before condn:
outside recrultment. .

{The Camsittee recognizes that this recommendation affects me::
well a8 women, bul, 89 a result of this study, it has been i
pressed with the need for such & program.)

That Agency officlals be encoursged

1. teo consider more women for positions in the following est«:
Administretive Support, Analysis (Research and Current Re:o
and Liaiscon, and _

2. to give women equal consideration when f£illing positioms
responsibility at all grade levels.

w 10 -
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EXITBIT A

P Ty X S

DEFIRNITIONS QF THE CATEGORIES USED IN THYS STUDY

ADMINISTRATIVE SUPPORT - Officers in budget, personuel, eewuﬁiév
and supply. organization and methods, anﬂ similesy adminis
positions.

ANALYSTS - (Current. Reports) - Analysts who complle cwrrent reporis

SHALYSIS - (Informsmtion Comtrol) - Requirements Officers, and ans
engaged in sereening, coding or dlsseminating dosumenia.

ANALYSIS ~ (Repearch) - Analysts whose research requires arss or
apeeialization.

COMMUNICATIONS - Officers engaged in any phese of communizations o

EDITING AND PUBLISEING - Inmtelligence Officers engeged in ediling :
publishing of CIA publieations for intermal or external dis
bution.

BIBRCUTIVE - Deputy snd Assistant Directors, their deputies and oth:
of egquivalent rank.

EXECUTIVE SUPPORT - Fxecutive officers, special assiatants$ adviso;
plerming staffs.

GRAFHICE - Intelligence Officers engeged in any of the graphie ari:
sach as cartographers, illustrators, draftsman, ete.

JOT -~ Junior Officer Trainees

LIAISON - Ufficers engeged in contact work with other govermment
agerecies or other CIA components.

LEGAL - Officers fyurnishing legel support for the CIA and CILa cmpt

LIBRARY - Librariens sad archivists.

MEDICAL - Doctors, nurses, psychiatrists furnishing medieal suppc:!
the CIA.

OPERATIONS - Case officers, fleld eontact officers.

STATISTICS - Officers engeged iu compilation and analysis of stalic
deta.

TECENICAL - Officers with technical skills not elsewhere listed
architects, engineers, etc.

TRATNING SFECIALIZATION - Officers engaged in training and oriemtai
of CIA employees.

TRANSLATION - Officers engaged in translation of foreign lengvage »

- 1%~
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REPORT OF THE COMMITIEE ON WOMEW IN THE .GOV.EIR’? OFFICES OF CIA

X. IRIRODUCTION

 From the bogirming of 1%s atudy of women in CIA, the Pamel oa
Carear Sepvice for Wemwn recognized that the situatiom of women im
tho covert officss of tho Agenay wes differsnt in wany ways from hat
. @f othey sronpsol wimen employeos. Une sechimm of the pamel, huewm
ue the Meld Camities, underiesk the study of the peaiticn of womsm
eaployess overseas yeoprasenting all offices of the Agensy, The Com-
rittea’e investisations showed that, sinmse most wmen overceas were in
the Office of the Deputy Direstor (Plans), tholr situation gowlid nsh
ta properly consldered apart frem their Nesdquariers combingsnb. A8
s wesult, the ctamities directed ifs lnwetignticn towerd both Heade
quarters and overscss wousn personmsl in the esveri seulisrs,

ware Cluiad, RCWBTeY , BECAUSE 1% appe BOLE A U bl Lot
probless were clessr to thoss of Headquart BHEB FYOURS
end of ovort rathar then govert persentel. '

The purpese of the study was to lsarn where womem were sarving im
the govert offices, im what sategories of employment (professional or
clerical, spesifia meofessionsl groupae), how they were distributed in
Headquartera and overssas, their grade lovels, and their status cempared
with that of wen in similar assignments. Ths ulsiunts objactive was to
show where woman wars belng succassfully used and to indieate places
vihere they might meko sdditiemal cootributicne to the Ageauy.

&&MMWaﬁﬁam

A eonsideraticn of the covert elamonts of the Agency along thzse
limes shows that women aye empioysd both owsrseas and ot Peadquartsrs
in all types of work, both professiomal and clszical. The groatest mam-
ber of women aye in the oleriesl estegories, and the grade most ooumonly
holl 43 GS-5., There eye, however, women in all categorles of profossional
jobs, with the largest mumber in opsrations and the pext largost nubers
in apalysie (information comtrol, reseaveh, and reports). In elsrical
categories, a3 elsevhere in the Agenoy, the numbsr of women greatly ou=
capds the mmber of men employees; in aill profoesional categoriss, the

> 1 3y
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nupbor and percent of mon is mach largsr, Kom elso exoged women Ao
number and by percecnt im both Headquarters and overssss assigoments,
bat the proportion of womsn to mem s wmich smaller oversensd at Heade-
quarters 43 percent of employecs ars womsn, ovarseas only 28 pergont).

There are asversl professicnal esteguries in which the peresatage
of women is very small. Of these, administrative suppert, training,
1iaison, and translation appesr to include fewer women than might Lo
wsefully assigned. Vomsn are serving throughewt the world; thare ars
faw. overseas ataticns which have mo women, Wemen paracmpel iw small
fisld stations are almosh entirely clsrisal, hwwver, and wuman ln
eparaticnnl posttiens arve assigned to the smallss stations omly iafre-
queatly., Doth overseas apd at Headguariers women cocipy few cumcuties
positions, and only two (overseas) are in & higher position than ssclien
ghielf,

The groups comsideres tnslyle covert offices and oversess psracmnel,
a8 folloust ' :

Yhe DD/P orgumization, both Hondquartere amd overseas,
tut ewelnding spesial projects snd thelr instellstions.
TRS, a8 the slandestine portion of the Offise of Treiming.
Overseas elemsnte of the 0ffice of the Comptyrellor and
the 0ffice of Comsumications.
The unvouchered funds sesticme of the Logisties Office.
STATSPEC . overseas fiold psreomeel under the Offise of Upera.
onz {overt). _

: Overscas slsments of Headquartars offices pre ususally attached e
DD/P instaliations overseas snd funetion there as psrt of the DD/P m-%m«
zation. They hawve mot, thersfore, bson ocnaidered sephrately frew DD/P
personnel, and since, upon returning to Hoedquerters, they normally re-
vert to their own cemponents, no consideration has been glven to their
Headquarters status. Sush overseas elsmsnts are of reiatively amall
STATSPEC  mmumbers, as is the DD/P ecmplex includes hy far
tha greatest r of overseas parsommel snd consequently has recsivsd
the major emphasis, , :

The figures used im this study wore compiled marmslly from DD/P
and other files, since no machine figares could be obiained which dig-
tinguished batwoen field and Hesdquarters persemmsl. Daceuse the uom--
pilation wos made over the psried of about a momth, during which tlpe
thera was soms roassigmmnt of slots within the DD/P and & transfar of

ch:\
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ammsnicntion slets fros the DI/P ovorssas to the Offlee of Cozmunien-
tlons, there are sows variations in ecmprshenalvenens of igsres Tvom
divieion to divieiom, sosording to the atage of the tremafor uhen the
ranords were cheoied, The genaral pereentagee botusen fleld and Head-
yuarters and botween man anl weman, however, appear to be 1ittle affected
y these dissrepansies on the generzl lawal,

Pioures relate solaly vo positiens aolually beld end o the grade
miing of the helder; vesansies cnd diéffercncss bolween slst ratiag and
sotusl vating bave wot been pessrded, MNilitary pawacamsl, whare tiay
nye assigeed to regular mon-allitery slote, have besm eomied ae holding
the rating of the slzt, simoo there appsara 10 bo i conslsvengy in
aymating Bilitary rank vith slst rating. Militsry merecsmnl in pavely
wilitary pnsiticns amd military slote have not Beom inelwied. The large
projest cowplowse and isstallations of spesalalize’] vature bave alse boan
i tbad, bscaame tholr employment sitwation depends 4o mmab upoa tho '
roguiremmis of the projest %o be typlecal of cvowseap imstallatioua,
¥ost sush establishments, of wdlitery or para-adlltary Sypa, are coapossd
slmos? entively of mem, the only women soplovess baing a very swall
mmber of clerioal pacsennsl.

Annlysis of permcmne] positions hae becn made im tuo ways: by geads,
shouing mamber anil peresndage of men and of women, and by goneral eate-
goriea of work, shewing mmbers, grade ranges, awnd numbors in sach grede
within the ramge for euch categery of both men and women, anl pesrooniagas
of men epdl of woman in oach oategmey. ZHach of theso ssta of figurse ie
divided agsin bobtwesn hesdquasters anl fleld, In additlon, ever-all
tabulatione hevs boen made of the tolal musbor of perscanel in each cate-
gy apd in ench grade and the porcentagss of wom end women swd of both
seoaps in beadquarters and overseas,

ke gomsyal salegories of enpleyment have been copsidered lu Thres
major groups vndsr the followiang headings:

Professional - Evxeautive, Kxeoutive Suppert, Aduinistrative
Saprort, Amelysis, Opewations, Editing and
Publishing, Graphiecs, Liaison, Statistios,
Library, Treining, Transistion, Techmisal,
Sonwanications, Medical,

Supervisory
clowieal ~- Glerieal, Machins Oporators.

QBQ
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Dafinitions of the pesitioms inolnded wunder oach salegory appsar ia
Rahibit A,

Tabuistions of positions of eowerl paswsonmal imclude prasentation
by division, staff, or offlce of the total personmal etreaghth, the
mumber and perceat of mep and womon ip each sategory and in each grade
at Headquarters and overssasp prossatation by categery of the mmher
and parcomt of men and wemen al Headqueriers and overseas; and an
apalyeis of ID/P age and grede distritution of G5 staff cupleyees and
staff sgents on 0 June 1953. All tabulations ezeapd the last wore pre-

pered by the osumittes; the ID/P amalysis was propared by the Peweunel
Difiec, :

w;%,u
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II. FINOINGS AND CONCLUGIORS

g

i, The DD/P hes been eoneidered as the typs office for examina-
tion, sinee it empleys all but n emall percent of the cover®h perscumel
of the Agamoy. OStatisties from the Headquariers offises with overssas
elomante eould not, baocauwss of thelr emphasie o Headquartsrs organiza-
tion epd the very smll mobars of mm and wamsn employsd in the fiold,
be fairly oounted im the eovert offices. - Figures of overreas employmesl -
fusm theso offices have Less tabulated, st percemtagea ard mooet figure
have been hapsd emly on e DD/P faid ond Hesdowarders., The figerse
frem other offloes produsr nd diserepeasy in pereemtages of men apd -
venem in field assigrmontc or im professicnal eategories.

orneno eapl $n the /P offices, 36 paweent, .
g e U7 these, approzimately €0 povoent are im elewdeal
pesitions end 18 poreent im superviscry or intermediate cztegoriss  th
semminder in professiomal categories. "In gwographie dlstribution,

er 41 pavoont, aye oversers) they meke up 21 percent of all ove
poreonnel. o o

3, 'The status and problems of women in the clerical and supsrviscry
categories wore studied by the Clericel Camadties of ths Vomsn's Panel,
and mo grent additicns exvld bs made to thelr {indings with segard teo
covert employmemt. Position in the cawert offices or owverseas dees nob
diffarantinte nopbers of these vategories frem their counterparts im
overt offiges, It 42 motcd thal weson in these estegeries are amployed
in almost all ewopesan offices and in many of the smlier statiens (under
five Lgmay persennal) 4o the field are the cnly vewsn employess et tho
gtaticfi, For these oversczs women, Administrative Assictent is tho
slassifieation gonorally held, but tasre are some clpgaificd as seaszloryg-

- stonographer or intelligmwce assistsabs the usual reting 1s GS-5 teo O&-To .

4, The situatlon of prefessiomal women 38 Meadguartere officss has

tasn studied by the Profensional Carmitles, and its findirgs apply to scme o

exbont %o professional vxen in the govert offices, bul there are scho

- gircumstances peculiar to the DD/P vhich must be censider<d ssparately.

Frofessional status has boen Geterninmed om the bapls of job title and
fanotion rather than goads, since operadions officers, trenslatoers, re-
ports officers, treining officers, and soms other profossional clagsifi~
cations imslude persounel ratod as low e GS-5 and occasiimally (S~b.

"5“
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o assigmment of percamsl ¢o catogories wee entirely ammw E@

gonsictonsy in classification apd $itls exfots bobween offiees and divi-
slems of the covert sootery categories had to be dotornmined m %&m hwm
of positien and. mamibnﬁy ratiicy than w'.mo oo o -

%o, The aaargwﬁ SeiReE @f mﬁ’@mﬁ.ﬁml m@m@l apprays i t&zm
cporabioms categowy. Other profoseienal groups ave Feprescnibed by wele
atively emall mmduws, particalarly whove fenctions gpd ssvvices (such
25 oo aspeuls @f ﬁmsm and supply, slatistical work, -publL saticn,
dibraries, and machine operations) are sontyitnted %o the eovers osffives
by other cemponwnts, Opsrations in fact centalms rore perscinel %&mm
gtaticties imdionte, simse mamy officora im emsoative or swecubive sup-
pert enlegerien m m‘f@mm oporations officers. Im the fisld these
erdegeries are compesad largely of staticm anl mission chicfs, theiw
depudiss apd gvalf m”z@%@ umest of whom are @w‘mmm mm@w Wik a8

6. The lapgeet wefesslonal category of womom, imeluding efght
goresnt of all womon employees im the DB/P, is cpsrations. Thore are
zm (15 pewesnt of eperaticns @m’imﬁa) in the ealsgowy, the

pmuber in Headogussdersy the porocings d@@mms @&mgg@ly in the

Urade olassificeticns im the oporaticms category run from (8-5 to G817
for mon and from QS-5 to (S~14 for woemsn. Two wonen GS~-314°%8 ore opere-
2icns officers, although one, ap a depudty ehlef oﬁ‘ station, appears in
the exsoutive euppord onltegory.

' 7. In the categowies of cxecutive suppert and adninistyetive supe-

port, which show the mext greatest concantrations of strength after
eperations, representation of vunen is mreportionately even samller,

Only in the category of analysis, inm all thyee of 4is seoltions, ie thove

e groater percsntage of wmsn., WVith a fov cuseptions im cpewations and
emsoutive categories, this ia the only categery in whieh vomen hold ad-
ministrative positicns such aw seotion chiof, in elther field er headquariers.

wﬁm.
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Dispoeition of DD/P persvunel in the geographio divisions, exlunive of

the Beadypartors staffe, ie oven move oomolusive, for 66 percent of divie
slon poradonoel are in the field. Of field psrsonnel,; 72 percent aye @mem.
A further diffewantiaticon between msn and women in the field 48 indieated
 ths fact that the cormonest reting for men oversess 1s GS=9, for womsn
(S=5%, Ae noted above, woman are atationsd in almest all overssas insial-
Jntione, but the largest mumber of vomen overzeas is in the olerieml op

sapsrvisery mteg;my

- 10, In the DD/P as im other offiess, the muuber of nsm in mgm
gredes 1 mash greater than the mumber of wvomen, The mumbers and perasnt
of men and women in gredes of GS-7 and abowe ia ap followos

ii. The highest mrade Beld by vemen iz QS-143 thepre are five womsn
of this reank im the DD/P, throe in Headquarters end two in the field, The
Headquarters vemen ave in Amalysis {(Reseaweh), Fxeoutive Support, and
Oporations esteguries, the £ield persommel in Execulivs Suppedd (astually
cperations) and Idslaon entegories., “amen cocupy fov exscutive positions
and nething buyond sectica chief in Headquarters., In tho fleld there mre
two statien chiefs vho ary women, but the stations azre emull., In gonswral
the vepiss held by wmca i Pleld and Headquzzters jebs tend o be lower
than those held by mom im afmuar popitions, _

12, Tebulations em whick statomenis sbove ave bassd are enclssed ae
the following sxbibitas

Beldbit B DD/? staffs and divisfons, showlng strength,
memier and pereent of men and woren at sueh
grada level; snd number and psrcent ef mem and
woman in each cetegory; and the grade vangs
far the eategory.

Txbibit Cs Om-suas alommmts of Headquarters oiflces
{(Copireller, Commmications, Logisiles,
FBIS) o showing munber of womsn employees in
each catogory and grade ranges for womom.

= B e
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Extidbit D¢ Swmsries of musher amd percont of mom amd
woten in eaoh cetagery in the DD/P staffs
and divisioms, )

Exhibit Bt Analysis of DD/P agoe and grade distzibution
‘ ‘ of GS steff employees and asteff agents co
30 June 1953,

Be...OQbsspvations. -

13, Among covert psroommal, wemen hold popitiens im all the pro-
foeslomal categories, altheugh ¢hsip rumbers are always mmll in eom-
pariscn with the mumber of msm, Tbe highest concentialicn of womsm im
the professicral groups im the DD/P is im oparsticans, vhich alse hae ihe
heaviest canssntradiecn of menm. Afler ¢this, the groatest muboy of pee-
fossioml womes. is in the catogories of analysis (Informatiom Contweol,
Research, spd Reports), and in administvative apd exscutive support.
The proportions in thess lmst two categories are much ssallsr than in
¢he operatioms and snalysis groups. It is principally in the andalyeis
category that women havo attaimad positions as zestion ehlefs,

. Geographie ramctswmses and difficnlty of iving conditicms ep-
pear to present little obotrmotiom te the stationing of women oversesza.
The fact that most women ir swall stations are administwative and clerieal
pezeonnal and that fow are opogational evem in the larger stations re-
fleots o summonly oxpwessed objsction to womsn handling opsrations ia
the fisld, Aseigawment of women to field operaticns is limited by the
‘pecessity for CIA to smform to the cunloms and restrictions imposed by
'merican organizetions abwoad which 1% uses for sover and support .
poseas by local mores and attitudes in the foreign area whlobh wight hamper
s wveman in operations; by problems of plausibls sever; and by situations
in which women might not have aocsoss to inteliigence objectives. In same
. coverh offices, also, vhere the emphasis iz on pare-military activiiles,
fow womon are qualified for opsrations work.

15, Im view of the figuros showa above apd in ths attashed exhibits,
1t appears that the fields of amalysis, operations, end administration
offer the best possidbilitiee for caresr advancement for women in sovert
offices, In thae field of oporations, the greater mumber of womesn iz af
EKeslquartera, with a much smanller mumber and a very much smaller percsnt
in the fisld, This differsntial reflests the idea, held by sume men in

> @ -
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eporationnl and exeentive pomitions, that wemen ars not suited %0 parti-
sipute actively or would not be mrofessionally adequate im dirvest agest
handling in the fleld, es well ms in other details of field opmretisns.
That this idea is fallacious §s shewm by the suseessful operatioml caweers
of a nomber of wemen im varicus geograpbicel arezs and the gzenerel co~ '
daplance of women inm the opserational officss at Washingtem and flald
hesdquarters. In some types of opaprations apd in soms teohniquas, women
have advemtages over mem and ooz be used more effectively. The fisld of
sperationn effars momorons eares? poosibilities to wimon with Lnngles-
tien, swewgy, and agpressivensse. (008 oporatiomal pessonnel are alweys
at a premivm, and & vouan with a flsir in this eubblest is fmwaleeble.

15, The emclysie prefessiens aro often rocogaised im the operetional
paotor as teing partieularly sulted to wemea., They de mot mele the techal-
gal, physioel, and proefeceienal demmpds of opsrations, and they offer
opanings fay the utilization &f ressergh, aditorial, amd reolated siilis
ia a field vhere mam sppsar to fosl lees imterest then in opsrations,
Haadouarders yvesearch and reports staffs at all levels oonbaln many wonsn,
and reports wvork im the fleld is often handled by womem, The reports amd
ocunterespionnga sactionz bave mers womedn chiefs then any other aamgm-y
Both reports and comrdercaplenage offer ewsellent cpontinge for advanesment
to exeoutive positions amd provide exsollomt backgroumd fer wumen who wmka
(. entar operational work, .

17, Mg rntegeries im the ecvert officss in uhich vamen ars not
in great forse Wt vhere mors might be able to wark are administrative
sumgort ond rasoutive support. Women of lswer rating hold edministrative
positdonx such as edministrative, persemsel, or intelligesnuss assistant,
and there are possibilitids fer qualified women in higher ratings. More
emphasis oould be placed ¢ia asleoting women for a&mmgtmtiw suppert
fmom.m sush a3 p@raonnal ocanseling and wellazrs,

18 Profemsiml i‘zom’s in vhich few womon are employed but whers
thay mig:t ‘of oconsiderable valme are translation, liaison, and traiming,
There is littls necessily for trenslaters at Headquerters, but im the
field where there is a ocnstant noed, more women might be employed. A
factor in favor of wamen as translators is that moen assigned to this work
are often imtsrrupted to assist with opsrational duties, Qualified women
translators are avsilabls, awd women might also bs treinsd for this work-
threugh ths Agency langusge programs, In liaison, although the statement
is often meds that Americen agenciss will not acscept wamen liaison
officers, there ars wamy axamples of suscessful liaisom activities con-
duated by women. In the field and opsrationally, womon have some ade
vantages in liaisén with foreign services; vhere they usually receive more
eourteous treatment than may bs thought nessasary for men and are able to

-m-l
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ask for infermation ard comsssafens not alunys easy for mem to obtainm,
The third {deld, treining, could use wmore wsmsn in seotors im vbich woman
ags specially qualified or mumsrous, such as reports, researsh, amalysis,
and scma phases ef operations, as well es im adninigtration.

9 Besouse of physiosl ocsasiderations and teshnieal requiramsnis
therg vily always be somm flelds in which few women will bs qualified,
This sheuld mot prevent the employment of women who are qualified amd
intereated in such work. In commmiontions, the reasen for the smslld
sambor of woman employees umsuwally sited iz that fevw womsn have the ¢schni-
sal background e the interest nsaded in the field, Memy aspscts of
‘physical sceurity pesitions, sams aspoots of training, aud 4m the fleld
nene of supply handling awd military and para-s#dlitary overations, demamd
thyalenl strength end prefessional expsricnas fou woumBy DOSEOSS.

20, It has tsem podmied out abowve that upporduwilties in seme flelds
ars mech betler fer wemen at Hoadomawrteve than in the field. In ihe
evaller field statimms where offislal cover and othsr speoificaticns &f-
foat the sclsotion ef CIA repreasntatives, opportunities for womonm will
prebabiy aluays be relatively fow in the cporational field, In the largsw
stations urder efficlal cewer and in the largs flelil beses and missions,

" there is ample poasibility for women te work inm all pheses of Agensy sotie
vitise. Thers are very few overseas CIA stations or missions with mo
womon employsas. It is not the unwillingness of women to travel or the
innbility to cope wvith Porsign eaviromments vhish limits the number of
wamen euployed in the fiald, as the large muwsboy of women omployed ovep-
a3ap indieaten. :

- 11
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TII. RECCGMMENDATIONS

MHeny ef the problame vhieh fuce persommsl im the cowest offices
are not strietly related to womon bud apply squally o men. Thoere 210,
hewever, some oirewmustensez which apply spacifically cr muve gensrally
to vomem. For many preblems, such o8 Deadquartsys-field rotadlon, Y-
Irtions botussa the eovert offices aud other components of tho Ageray
i regerd to roteiien of psreenmsl, end limi®ations of anpioyment far
wimsR in eowert offices, me sdegunte solution cam bo offered. Soms
rogommendaticns are mads, howsver, oonesraing spesifis factore affenting
waen 1n ewwert offisce,

Ao

It is vecomueafisd that seme method be arranged by which persconal
returning to Headquarters fyea oversesas assignments may recelve guldianse
fur thelr future earsers. Every roturnse §s fuced with the probles of
daaiding vhether to retura to the field im his own or same othoy orea s
o revain in Headomrtors im his oun divieion or in seme other divisicn
or ataff, or o transfer ints some componert outside DD/P., Meny re-
turness are unfamdlisr with Headquarte:s erganization, wvitk the positicons
and typas of werk available, end with the possibilities of transferring
izto other DD/? efffces or cther components of the Agenay. Most LHTE0R
‘el returring from an assigment are offered 1ittle suldance or orienta-
tion, and wnless thore is an Lwnsdiates demerd for his particular ability,
4 roturiee pay go throuth a long period of uresrtadnty and disgosfort
belore he finds e suitadble posivien inm Hasdouarters or decides to return
%20 the field. ’ 4

It i3 recommended, therefere, that sems proviesion be wade to ersble
raturness to recelve infermation and guidanse on positions aveilsble and
to agyuaint themselves with the general organization of Hesdquaritere
offices ~rd ocmpomenis. Ouidance serwioe showld imelnds o dlseussicn of
tho intapests and abilities of the individual and where he right be mogt
usefiel to the Agendy, end clsc the training required and the spesial train-
ing available. Wemen refurnsss should also be allowed to offer any aouments
on field problome affecting womsn in the avea from which they have coms
aml suggestions for their salution,

The mwesne of establismhing such a Headquarters counselor for fleld
parsonne). might be %o plice an offiser in Central Progaseing cr in sach
of the ID/P ssnior ataffs, Such a sounselor should be sbove the lsvel
of the geographieal divisicn but shonld work oclosely with peracnnsl and

e 12 -
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placomsut affices of the divisions snd staffo. Tho mssigimont of &
counselor %o & lavrge bese or mission to sdvise perscansl abroad before
they retarn te Heamdquarters might alse bo helpful,

On the Headquerters sile, arrvangements might be mado %o smable
employess who are interested in overssas assigrmants o obtain informs-
tion theongh o ecwsslor ¢n conditions and possibilitics im vaplous arens,
Such a ssrvice might be an important faoter in employeo merals 4o Snforme
jng employess in advance of the conditions they ave likely to enccunter
end the adjnstoents thoy cay have to make, &3 well as of the adventages
apd induvsewents in particuiar fovelign assigmments.

It i suggostisd thal the
eatering or edvensing in & mwofessicrnl ield swsh a6 opmgations or amelyeis

be mublicised epeng women omployess.

epportuElty avellsbls through tredsing fop

The ecurses now aveilahle is Treinming meke 4t poselibls for Agensy
porecanel %o scywire backyrownd kaculsdges and prefeselomal training is
21l ioes of Agensy mobtivities, According to the presant practiess,
povert personnel are entered in treining courses on the besis of thels
positions and job aselgmmwnts, If au employee wishes to changs his age
signment and to teks instyustion im some other fleld, he must both paso
na azpessment for apbtituds in the new line and rsceive the approwal of
bie hrench chisf for She course he wiches. This possibility of entering
operationsl, reporting, CE and other types of work 1s opsm to mem apd
vomsn alikm. _

it is sugpested that this msans of loproving professionnl status be
pade oleer to womsh employess, pardicularly im the lover professioral and
intermadiate categories, sithep through coumszsling or through a publie
information prograp within ths covert offices, It is furtber suggested
that women who apply for such eourses should, if thoir assosanent is
favewpable, bo given the approval of their byranch chiefs for teking the
aourss, and that if they show ability im the course and pess it sucgese~
fally, some provision bs rade for assigning them to a new fob in the iine
of the study uvadsrtoken.

It iz recommended that more recogaition bo given, through bighes -
ratings or agsigmment to exsoutive positiens, to women who have showm
outstanding ability and schievemsnt.

- 13 -
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A few womem im the eorert offices of the Avency have attained matings
9f GS~14 and a few mors of (B-13. The proportdon Ls still very small in
oomparisen with the nuaber of mez! holding these amd higher rebings. More-
over, ag Agsncy records show, womsn wuwally bolid ratings oas to thres
grades lower than those of men im comparable poritions,

In conslideriag euployzes for rawv ratings avd promoticns, ationtion i
somatimes glven to externel factors nuch as tho soonomis oblimtions ¢ the
sandidata, Men with femilise and houaing commitvents may recslva prefsrense
partly on the basis of thelr need for the momsy. It is sugpested that, in
determining positica ratings and prouotioms, the miy factors which should
bn scnaidered are the werk dome and the qualifieaiicong of the jodividwal,
Homen vho sxe well qualifisd and sxporicnced show d rseslvs the szmo ratinge
sl promotion opporiunitles as men of comperadbls taok round, omperieonsse,
and Job performancs., : -

A stateent whioh has boom made at wardowe tlmes Ly mom im d8farest
offices 1s: "Ask ber. Shy isn't the chisf of th: seciion, but she fa
the cao who kmowe about it.7 It Js suggested ®wt vhen a wemn 8 ag~
nolledged to ke an authority in her position she onl) meceive move Tham
this typs of unofficlal resognition of her abilitici, githor im terms of
zorasutive positien such as eestion chief or im highev $ob retdng, or da
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EXHIBIT B

DD/P STAFFS ARD DIVISIONS

Showing strength; number and percent of women and msn
at each grade leval; number and percent of women and
men in each category; amd the grade range within the

eategory.
Staffs (Hesdquarters Only)

FI
PP
Pd
T35
TRS

Divisions (Hesdquarters and Fisld)

41
FE
NE
SE
SR
WH

Approved For Release 2002/01/28 : CIA-RDP78-03578A000100010002-9



25X9 Approved For Release 2002/01/28 : CIA-RDP78-03578A000100010002-9

Next 52 Page(s) In Document Exempt

Approved For Release 2002/01/28 : CIA-RDP78-03578A000100010002-9



Approved For Release 2002/01/28 : CIA-RDP78-03578A000100010002-9

TAB

Approved For Release 2002/01/28 : CIA-RDP78-03578A000100010002-9



Approved For Release 2002/01/28 : CIA-RDP78-03578A000100010002-9

spevmvey (e G0N

EXHIBIT C

OVERSEAS BLIMENTS OF HEARDQUARTERS OFFICES

Shouling nuwber of women amployees in each ocategory and
gxende rangoas or womsn.

Commnisstions
Comptroller
logiatics

Uffica of Uparations
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EXHIBIT D

Total Personnel, Men anl Women, by Staff and Divieion
{(fiald and headquarters, with percsntsges)

Total Parscanel, Men and Vomen, in the Largest Categorisas
Total Persommal, by Grads, Fleld and Headquarters, with

-

vercentages
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EXHIBIT E

AFALYSIS OF DD/P AGE AND GRADE DISTRIBUTION
CF (S STAFF EMPLOYEES AHD STATF AGERTS OH

30 JUNE 1953
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REFORT OF THE COMMITTEE ON CLERICAL EMPLOYEES
IH THE OVERT AND COVERT OFFICES OF CIA

I. INTRODUCTION

;ectiv : This report i3 congerned with the utilization of and
career opportunities for women in the clerical and intermediate
groups in CIA. It covers headquerters and ficld employess in the
overt and covert components of the Agency. To maintain uniformity
with the ther subcommittses'! roports, overt and covert statistics
sre presnnted sepsrately. '

Definitions: In its study, the Conmittee on Cleriecal Employees
Tias conaidered two groups of employees. Oms, (hereafter designated
es the Tintermediate" group) is composed of persons having special-
ired skills, sueh as Radic Operator or apprentices; Perconnel
Aspistent, 28 opposed to the professional or journeyman Persomnel
Officer; and supervigors of clerical cperations. The other, (here-
after referrved to as "clerical®) is composed of persons havimg
skillc with office machines and procedures. This latter group
includes stenogrephers, typists, clerks of all kinds, machine
operators (@.g., Tebulating Equipment Operator), telephone oper-

 ators, receptioniste, ote,

It has been fomnd that this brealdown, in the main,; holde good
insofir as grads renges ere conserncd, The intermediate grewp
rangos in grade from GS<5 through GS-9, with a few supervisors of
highly specialized skills going as high &g (S-li. The clericel
group in gensrel ranges from G5-3 through GS<6, with a few secre-
‘é’.arinl positiona in “front® or headguariers offices going a3 high

(ii=9, For purposes of this report, wege beard employses,
cPcrs, ‘congultents, staff sgents, and militery persommel on a@tiva
dut/;y asaigned to the Ageney, have besn onisted.

Within these two categoriss the Cosmittee has t-riad to consider
the distribution of men and wemen im each group and the comparative
grade renges of nmeén and women in these groups,

Simmary

In brief, this Committee cen generalize that for reasons not
yei, established, the proportion of men to women reverses sherply
as the level of responsibility increases, and that in ¢ertein
categories the grade range ss it exists at the present {time is
nora favorabls to mean then to woman,

SECRET
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Secondly, it hes becure obvious that certain problems exist for
all personnel, whether men or women., The major ones are & high
rate of turnover and the related problem of insufficient integration
of clericals into the wark of the Agency.

m?m
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II, YFINDINGE

A, Statistical: In presenbing these figures, the Commitiee recognizes
That they represent a puroly static plcture of the Ageney, and that
the factor of movement, either by appointment or promotlion into a
given category or leval of responsibllity, cennot be portrayed.
Further studies in comparison of gualificatlons ve. grade for men
and women and of time in grade before promotion for both will be
neoesaary before a complete esnalysis cen be sttempied. The Commitiee
wos unsble to perform these studies, since Agsney records are not &b
prosent maintained in a form from which the material can be easily
axtracted in the time allotted for this projsot.

1, Overt 0fficess Among the [lllerpioyecs in the overt
O0Fflces of the Agemcy, the distribution of men to women is 25X9
a2z follows:
25X9

Clerical as 3=6
Intermediate GS 6«9 .
Professional (S« through

supergradoes

The intermediate greup must be regarded both a3 an eminence
to which clerical employees can aspire, and as a training
ground for professional ranks.

The pereentage chenge in the men/fwomen ratio from the Assiet-
ant to the Professional level is of particular interest in
the following catsgories:

Agsigbents Profeseionals

percend percent
|BSH  WOMER msn TPOTER
Analyaia 19% 818 7% 23
Eddt & Pub 308 08 63% 37%
Admin Support 588 L2@ 872 138

Tn Bditing and Publishing Assistent and in Administrative
Support Assistant the beginming grade for men and womsn in
the same. In al)l other cebegorics where wemen are employed,
the beginming greds for men is one to two grades higher.

Tn the Librsry Assistent category, the highest grade is
held by a woman, and in Editing end Publishing Assistant,
the top grades ere the same, In all other categceries in
vhich women ere employed, the highest grade held by & man
i3 one %o three grades highay than that held by a woman.
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Tt may be noted that in two of the above categorles of
intermediates, Budget Assistant, headquartars, and Person-
neol Assistant, field, the grade ranges for men, bolh minmi- -
mm and meximm, ere one to two grades higher then those
for women.

B. Observetions: Any agency or organization is dependent on its clerical
Tores for efticient operation. Sincs the clerleal foree in this
Agency is composed primsrily of women, the Panel felt that a study
should be made of clerical problams, apart from the questicn of dis-
arimination.

' As stabed above, certein problems exist for all clsrical persomnel
whether men or woman. The major ones are & high rate of turnover and
the related problem of imsufficient integrablon of clericals into the
work of the Agency. The Comnittes was egble to gather only fragmentary
gtatistics in the course of ite study of these problems. However, on
the basis of a atudy of exit interviews for persoancl in grades U5 3-9
from 1 Jemexy 1953 to 1 Septembor 1953, and a relatively wide range
of indiwidual Committes gontacts throughout the Agency and its colleg-
%ive experience in the Ageoncy, & geneval picture of these problems
hes been developed. '

Alghough £igures of* those leaving over an B-nonth pericd cannob
be accurately campared wibth the on-duty strengith of en organization ab
any ons time, en approximate percentage mey be cbtained of the tuwrn-
over. A study of the exlit interviews revealsd the followings

Overall Men Womosn

Total nomber of cases

Total Agency strengih in
the grade ranges under
study es of 30 Jums 1953

The epproximate turnover rate was 12%. Of those leaving, 31% were
mon, end 69% women, lthough the proportion of men to women on duly in
¢he Agency in this grade remge wag U5F to 55%. Surprieingly enough,
hosover, of the threo major categoriss amo the reasons given for
leaving, by fexr the largaest was Wother Job," which secounted for |
resigpations. The next, as was %o be expagted in this group, was
fparrlage® with JJ, but ¢the third, eppevently related to the £irg,
was "digsatisfied,™ with It is recognized that no statistice on
reasons for resignabion ean be relied on for absolute validity. The
ipdividusls concsyned frequently f£a2il to give the true roason and
often there ers many factors contributing o the decision %o go. At
most these figures suggest & rolavively lorge group of gdissatisfied?®
cleriesl and intermediate empluyees, some of whom have resigned.

=P
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Through the Committes's individual contacts, spot lntervieus,
and collesotive exparience in the Agency, however, slightly more
revealing though stil) generalized problems were developed.

1. Misconceptions, wild rumors and a fesling of being &
namaless cipher develop in the Inmterim Assigmment Branch,
despite the best efforis of those in cherge, and are frequently
parpetuated due to -

2. luck of orientation for the individusl clerk on his ar
her permenent sssigmuent. Office practices in this vary with
the sophistication of the individual superviser but the fregusncy
with which this complaiwnt is heard suggests that it is a rels-
‘tively widespread difficulby. ' '

3, Inconsistenciesa in hiring and promotional prastlices
which the individnal clerk discoversz both in the IAB and upon
permanent essignment create discontent.

L. Nonutilization on the job of skills acquired previcusly
loons large o8 & cause of dissatisfection. Stenographers lose
their speed, potentielly sble clerke sre frequently not glven
the opportunity to assums the respensibility of which thoy are
capable, and little 1f any systematic effort is made to move the
able onss from the ¢lerical group to the imtermediate growp or
from the intermediste group to the professional group. The
netural desive of the office to rotain a good clerieal employee,
particularly in view of the difficulties involved in gotting a
replacement, is understandable to the bystander but not particu-
isrly comforting te the clerk.

5, TInherent in 81l thess problems and frequently voiced
is the fesling on the part of many clerical employees dhat they
are not handled as individuels, It is exprassed in different
wayss "You have to throw 2 £it or resign to ged any attention,”
"You're trested 1ike @ oipher,® "There's such a gulf betwsen the
clericals and professionals.® ’ - ‘

B
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III. RECOMMENDATIONS

It is recognized that there is traditionally a large turnover among
clerical employees for reasons beyond ths control of the Ageney (such as
merriage or pregnancy), and that the Agency's investment in a clorical
emiployee is a minor one when compared with that in a professional., It
is also recognized that offorts have been and ere being made to overcoms
meny of the problems avising in the clerical and intermedlate groups.
However, an organigation as demanding segurity-wise of its employees as
CIA, and depending on college graduatss for as much as 25 percent of its
clerical labor supply, should offer unusual rewards, not necessarily in
money but in esprit de corps for ite employees. Therefers, the following
recommendations are medes

A. The Caresr Service Board place greater emphasis on the clerieal
and imtermediate groups of employess by designating individuals
of the existing boards specifically %o consider these problems
in order tos

1. provide for progression, when an imlividual is qualified,
from the clericsl to intermedisie and on to the professicnal
group. It 18 pointed out that this 1s the Agency's least
expensive source for assistants and junior professionals, and

2. provide for advansement within the cleriesl grovp - further
utilising quelifisd employess firom any part of the Agency
for £111ling the higher elerical positions and fuwrther
ntilising the training fecilitles of the Agency as to allow
an individeal employee to develep additional skills bene-
#itting his perscnal career.

B, In each crganisationsl unit one imdividusl should be spseifically
designated and given publicity to handle cleries)l problems which
for one reason o another canmot be tekon up with the superviecr
or have been disaliowed by him. (Thie would Yery with the size

© of the uni%, e.g., & relatively small office would need only one
w‘nweas)smo of the larger Divisions might noed one foxr esch
Bransh, : a

Co Appoint a counsellor to the Interim Assigmment Braneh who 2 a
matuore individusl indeostrinated in 211 fecets of the operations
of the Agenoy with suthorily and ability to hendle personmel
problems.  This might elleviate the confusions generated during
the holding oparation. In itself the problem of rumors sboud
_ would require an Agency veteram to reconcile the

gency's secwrlty demands with the limited comprehsnsion of a
brand-new high school graduate.

m9o
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DORY nformnse

Further effort on the part of Agency compononts to £ind
suitable and valid work for clerks, typisis, and stenographers
during their tour in IAB shouid be rewardiang to both psrticl-
pm-

Supervisers provide further orientation for new employess ab
the section or unit level. An incoming employee automatically
receives imdootrination in the Agency, its oversll functions
and component parts. However, too often, perticularly in the
groups covered by this repert, there are employses uho have
beon told only what their specific éublies ere, erd have nob
been given any concepbtion of the mission and fumctlon of the
anit snd the paxt it plays in tho overall functicning of the
Office, An inltisl introduction with further cxplanations
when the employse's initial confusions have been disesipeted
vould pay dividands,.

Additional studies bo meds which this committee wes unable to
underhaks, but which would be of value in determination of -
poseible Agency discrimination against women and in clarifice-
tion of cleorieal problems in genewal:

1. Qualifiecations vs. grades in various categories.

2a Timai.nmgmdé' for men and women by cabtegories or types
of positions, : IR

3, Additionsl studies in turn-over rates by cstegerics, types

of work or grade renges, rather than the Agency-wido figure
now in ust.

<10=
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The attached exhibits are:

Exhibit A: Tables giving the distribution in agency components of
men and women in the various types of positions in the
Intermediate and Clerical groups.

Exhibit B: Table giving the number of men and women in the Inter-
mediate and Clerical Group in each of the agency com-
ponents.

Exhibit C: Comments obtalned through personal interviews.

Iixhibit D: Position Progression Chart.
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COMMENTS OBTAINED THROUGH PERSONAL INTERVIEWS

The following comments represent a condensation of conversations
held with agency offices. It is realized that some of the points rep-
resent individual bias, and accordingly have not been considered in
the text of the report.

Factors that have contributed to the clerical problem are:

1. Lack of consistency in promotion policy from office to
office, especially in lower grades. For example, the
required time in grade for promotion from GS-4 to GS-5
varies from 3 to 12 months.

2. Improper supervision of new clericals:

a. the individuals role in the unit or section is not
clearly explained - nor is the role of the unit in
the Office.

b. When potential exists, there is too little recogni-

tion, or attempt to increase responsibility of clerk.

3. Personnel attempts to recruit the best of the best, there-
fore they do take women college graduates for clerical
assigmments - leading to a problem when the individual
sees no opportunity for advancement either in responsibility
or grade.

L, Somewhat disillusioned attitude with which a new employee
faces first job after long wait, security processing and IAB.

New clerical personnel upon entering the Agency frequently spend from
one to three months in the Interim Assigmment Branch while awaiting final
clearance. Many of the problems which plague them at this time are those
inherent in a holding operation. Others are those associated with security
requirements and with a large and compartmentalized organizetion. Regard-
less of the justice of these complaints, however, spot checks show that.their
existence frequently sets up undesirable attitudes which carry over into their
permanent assignments. The most frequently heard of these complaints are:

1. Irregularities in hiring practices. GS-3's see GS-4's and
GS-5's entering on duty with experlence or qualifications
which are apparently exactly comparable to their own.
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sogurny tmormation

Treatment of clerical personnel as ciphers. "You have
to throw a fit or resign to get any attention".

Horror stories about "Building 13" and about long
delays before final clearance.

Lack of Agency-sponsored recreationsl activities,
assistance in housing, limited medical service and
assistance in personal problems.

Permanent assignments eliminate the security problem, but
introduces certain other complaints in addition to the ones

already established.

5.

6.

Non-utilization of special skills such as typing and
short-hand, and monotonous work.

Refusal by the supervisor to release when a transfer is
requested whether for promotional purposes, because of
personality clashes, or general dissatisfaction with

working conditions.

The gulf between clerical and professional personnel.
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Clerk Sub-Pro Pro
Editorial Clerk Supervisory Writer or Editor
Information Clerk Specialist (0010.08) Officer
Pictorial Research Clerk Supervisory Visual Info Officer

Translator
Interpreter
Physicald Security
Economist
Intelligence Officer
(Gs-5 and up)
Ops. Officer
Personnel Personnel Asst. (0201.02) Personnel Officer
(¢8-5,6) (G8-7 and up)
Appointment Clerk Qualifications rating Clerk Qualifications Rating
(0213.01) Examiner

Test Rating hLxaminer

Retirement Clerk

Admin Clerk (GS-6) Admin. Asst. (0301.02)
GS-7,8,9)

Clerk (thru Gs-6)

Rating Examiner

Personnel Mgt Tech
Career Mgt Officer
Position classifier

Employee Counselor

Admin. Off.(GS-10 and up)

Approved For Release 2002/01/28 : CIA-RDP78-03578A000100010002-9

l’"

1
1

EX |
D



Approved Faslelease 200,_,2/01/28, :ACIA,—RDP78-035~7M0001 00010002-9

LGOI Dnormation

Info Cont Asst (0301.43)

Info Cont Clk (thru GS-6)
(thru ¢s-6)

Intell. Clerk (thru GS-6) Intell. Assistant (0301.50)

Insurance & Bonding Asst.

Insurance Clerk (thru GS-6)
(0301.56) (GS-7 and up)

Security Asst. (0301.70)

Info. Receptionist (0304.01)

Voucher Examiner (0540.01)

Fiscal Account Clk.(thru GS-6)
Property Acctg. Clk. (thru GS-6)

Cash Acctng. Clk. Cash Acctng. Asst. (0530.05)
Claims Exsminer (0961.01)
Law Clerk (0936.01)

Freight Traffic Clerk

Traffic Clerk

Pagsenger Traffic Clk.(thru GS-6)

Library Asst. (1411.01)

Archives Clk. (thru GS-6) Archives Asst. (1421.01)

Statistical Clk.éthru GS-6) Statistical Asst. (1531.01)
Crypt Asst (1542.01)

Crypt Clk (thru GS-6)
(Gs-5 and up)

Info Cont Officer

Security Officer

Registrar (GS-7 and up)

Records Analyst (0306.01)

Fiscal Acctnt.(0501.03)
(GS-7 and up)

Property Acctnt.(0501.03)
(6S-7 and up)

Cash Acctng Officer

Freight Traffic Officer
Traffic Officer

Passenger Traffic Officer
(gs-7 and up)

Librarian
Archivist
Stat .0ff.(GS-10 and up)

Cryptographer
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Supply Clk (thru GS-6) ' Supply Officer
GS-7 and up)
Procurement Clk (thru GS-6) Procurement Officer
P & 5 Clerk P & S Supervisor P&S Of‘ficer
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Cbhgervatlons

There was more turnover samong women than among men.

The largest turnover ocourred im the (8-3 to 06-5 group and
women conatlituted 87% of thies group.

Marriage, pregpancy, and family responsibility (i.e. hmsband
and children) rated 2nd, hth, and Sth in reasons for leaving.
("To take other job" was 1st and "dissatisfied with job" wes 3rd.)

Dissatisfaction among clerdcal employees seemed tc stem from lack
of caresxr planning for them, misundevstandings about the jobs,
noa-use of college background, non-use of clerical skills, dead-
end aspsct of Jobs, and inadequate supervision.

More diseatisfaction with Agency orgenization ard lack of it was
expressed on the covert side than on the overd.

There was indication that bstter supexrvision might have prevented
many of the resignetions.

&‘:5@
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ITI, Recommendations

It is regomiended that atlention be paid to the improvement of morale
and the study of problems incident to the clerical group.

Snggestionss Should college girls with cavesr interest be hired
for cleriscal jobs?

Can a promotional program for clerical staff be
devised whereby promotion into intermediaste areas
and finally into professional can be effected?

Should there not be more counseling facliities
for this group?

Should there be examination of scme clerical
poesitions in wview of the seeming non-utiligation

of soma skllls?

Will supervisory training for unit, section, amd
branch chiefs contribute to the improvemsnt of
morale in the clerical group?

It is recommended that careful planning in regard to career servige
be & part of each careerist’s induction oriemtation.

Since the likelihood of marriage and consequent
leaving of the Agenoy is great in any group of
young women, umasval carear service iraining and
other sdvantages should be arraunged only after
ths individual understands the obligations as
well as the benafits of a careor program.

It is recommended that steps be taken in tha DDP area to arrange for
the interviewing, counseling, and placing of those who return from
overseas positions--men as well as women.

It 18 recommended that there be an increased emphasis on training in
supervisory responsibilities and management practices inm the Agency.

It is suggeated that scme program be set up whereby
those in supsrvisory pesitions cam participate in
a training course dealing with supervisory techniques
and understandings and whereby those being promoted
into such positions be required to complete the course.

==
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TAB G

A STUDY OF 57 JOT MEMBERS
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Seeurity Infermation

d. Out of the 10 wemen, 5 = or 20% = left because of marriage
. oF pregnangy - indlsating that those who feel there is an
inevitable risk im planning careere for women of this age
group are justified in their viewpoint.

3 MWMM_&Ws 25X1A

a., Women can handle the jobs assigned to them but the Offices
feel there is a greater rlsk in accopting them rather than
men because of probable marrisge end family obligations.
Therefore, Offices tend to give the woman positicns of
leas respensibility.

b, Women in the JOT' program have to be more highly qualified
‘ then mest of the men in order to be wall placed after
25X1A initial training. takes particular interest
: in placing the JUI' wemen in o that it may help the
recepiivensss of ths Agensy towards themo

@, Women may be prometed move 's].auly thap men partly for the
reason thet they are more acceptive and less aggressive
in applying for a raise,

d. Thers is no diseriminaticn against women in the salary
geale in this program. However, credit is occasionally
given for military experience, which glves men tha advan-
tage for twe reasonst

(1) They may then receive a higher eatrance grads.
(2) They have had precticel experiense in working
in & burespcratis crganization.

2. It is difficult to place a woman in a liaiscn poaition.

£. Women mey suffer promoticnally in the higher brackets
because of & traditiomal feeling that men dom’t like
to be "bossed" by womsn.

g Some men have beon placed in positicns with edministrative
potentisl whers a qualified woman would have been accepted.
Women with Public Administration majors are evidently not
MIRSTeUs,

Q?-:

SECRET
Approved For Release 2002/01/28 : CIA-RDP78-03578A000100010002-9



